We sought to examine perceived gender identity, perceived co-worker discomfort, and salary recommendations for youth counselors with transgender-related work experience. In two experiments conducted in 2016 and 2017, we randomized participants to view 1 of 2 résumés with varying work experience at a camp for transgender youth or a generic youth camp. Study 1 participants were 274 adult festivalgoers at a lesbian, gay, bisexual, and transgender pride festival. Study 2 participants were 296 employed, heterosexual adults aged 35-60 from an online survey panel. In Study 1, viewing the résumé with transgender experience resulted in a statistically significantly higher likelihood of reporting the applicant was gender minority than cisgender (adjusted odds ratio = 3.76, 95% confidence interval [1.32, 10.72], p = .01), higher but not a statistically significant level of co-worker discomfort (aOR = 1.39, 95% CI [0.83, 2.32], p = .22), and, although not statistically significant, a $2,605 higher salary (95% CI [-$604, -$5,814], p = .11). In Study 2, we found a statistically significantly greater likelihood of reporting the applicant was gender minority than cisgender (OR = 2.56, 95% CI [1.36, 4.82], p < .01), statistically significantly higher odds of reported co-worker discomfort (OR = 3.57, 95% CI [2.15, 5.92], p Journal of Youth Development | http://jyd.pitt.edu / | Vol. 14 Issue 4 DOI 10.5195/jyd.2019.829 Courtesy Stigma for Counselors 268 < .01), and, although not statistically significant, a $1,374 higher salary (95% CI [-$1,931, $4,679], p = .41). Our results indicate the potential for stigma by association for professionals working with marginalized groups and suggest potential pathways through which employment discrimination may exacerbate existing inequities for gender minority people.
perceptions about hiring GM employees compared to cisgender employees, even when they are equally qualified (White Hughto, Reisner, & Pachankis, 2015) .
Less explored is the role of employment discrimination against people who work professionally in a gender-minority serving organization, regardless of whether or not they identify as transgender themselves (e.g., cisgender people working in transgender advocacy groups, as counselors at GM-serving youth camps, etc.). A literature on stigma-by-association or "courtesy stigma" has provided some exploration of this (Bos, Pryor, Reeder, & Stutterheim, 2013) .
Stigma-by-association is the devaluation or stigmatization of a person based on their association with a marginalized individual or group (Goffman, 1986; Kulik, Bainbridge, & Cregan, 2008) .
Stigma-by-association is most likely to occur when an individual holds negative attitudes towards the marginalized individual and when their associate voluntarily chooses to interact with the marginalized individual (Kulik et al., 2008) . Historically, stigma-by-association has been documented in multiple studies across associates of various stigmatized groups (Hebl & Mannix, 2003; Phillips, Benoit, Hallgrimsdottir, & Vallance, 2012; Sack, Seidler, & Thomas, 1976) , including associates of gay and lesbian communities (Goldstein, 2017; Neuberg, Smith, Hoffman, & Russell, 1994; Sigelman, Howell, Cornell, Cutright, & Dewey, 1991; Swim, Ferguson, & Hyers, 1999) . Discrimination by association has important implications for the professional well-being of health and human services professionals, regardless of their actual identities.
Several perspectives can explain stigma-by-association. In one approach from interpersonal psychology, individuals may be motivated to stigmatize the associates of marginalized individuals to maintain cognitive consistency or balance (Heider, 1958; Sigelman et al., 1991) :
Balance theory suggests that if person (A) favors person (B) and both person (A) and person (B) dislike person (C), cognitive consistency or balance is maintained among person (A).
However, if person (B) favors person (C), who is disliked by person (A), cognitive inconsistency or imbalance is generated within person (A). In an effort to restore cognitive balance, person (A) may perceive similarities between person (B) and person (C) and may develop negative perceptions (i.e., stigmatize) person (B), who they initially favored. Balance theory has previously been applied to the stigmatization of heterosexuals who associate with gay men (Neuberg et al., 1994; Sigelman et al., 1991) . Alternatively, individuals may assume associates of stigmatized individuals are indeed members of the stigmatized group themselves. They also may avoid people who interact with "deviant" individuals or groups for fear of being assigned to the same stigmatized group (Gurwitz & Marcus, 1978; Sigelman et al., 1991; Swim et al., 1999) .
Although the literature on stigma-by-association for GM people is limited, previous studies around sexual orientation hypothesized heterosexuals may avoid interacting with gay and lesbian individuals in fear of being perceived as gay or lesbian (Buck, Plant, Ratcliff, Zielaskowski, & Boerner, 2013; Gurwitz & Marcus, 1978) . For example, in one experimental study (Sigelman et al., 1991) , participants who expressed strong intolerance of gay men perceived heterosexual college students who voluntary chose to share a dorm room with a gay student as possessing the same stereotyped characteristics assigned to gay men. These participants also reported liking the voluntary roommate of a gay student less than heterosexual students involuntarily rooming with a gay student and those rooming with another heterosexual student.
We undertook this research to deepen understanding of employment discrimination against GM adults and potential stigma-by-association spillover. To that end, we studied employment discrimination among job applicants with transgender-related employment history at a summer camp and explored whether the nature of their employment history impacted (a) perceptions about their gender identity, (b) coworker discomfort, and (c) recommended salary. We hypothesized that résumés showing transgender-related employment history would (a) increase perceptions about GM status, (b) increase coworker discomfort, and (c) decrease recommended salary.
Methods

Study Design
We studied the role of transgender-related work experience utilizing two experimental résumé studies. Since gender identity discrimination may occur even within SGM communities, we conducted Study 1 at an SGM community festival in Durham, NC. In Study 2, the same survey was conducted among an online panel of employed heterosexual, cisgender adults aged 35-60.
In both studies, we utilized a randomized experimental design and approach previously reported by Pedulla (2014) . The studies were approved by the East Carolina University and Medical Center Institutional Review Board.
The Résumé
In each study, participants were randomly assigned the experimental or control résumé; each participant viewed only one résumé. Transgender-related work experience was signaled using a summer camp for transgender youth ("Camp Aranu'tiq for Transgender & Gender Variant
Youth"). The control was a summer camp with no gender identity affiliation ("Camp Birch Hill").
With exception of the summer camps, all information included on the experimental and control résumés was identical. To decrease the likelihood of sex-based discrimination (male/female) confounding the analysis, the same gender-neutral name ("Taylor Anderson") was utilized on both résumés. Addresses were changed to be from North Carolina. Résumés are otherwise the same as in Pedulla's 2014 study. Each participant received the same set of survey instructions that were previously published in the Pedulla (2014) study:
Please imagine that your friend, who runs a large retail store, is in the process of hiring someone for an assistant manager position.
He has asked you to help him with the hiring process by reviewing one of the résumés he received for the position. . . . After you have thoroughly reviewed this résumé, please move to the next screen and respond to the questions that follow with your first, uncensored impressions (p. 83).
Study 1
Study Population and Recruitment
In Study 1, the survey experiment was conducted on September 24, 2016, at an LGBT community festival in Durham, NC. English-speaking adults, 18 years and older, were eligible to participate in the survey. Trained research assistants recruited participants using convenience sampling by approaching festival goers to participate in the survey as they walked by the research tent on festival grounds. A $5 gift card was offered as an incentive for participating in the survey. The survey was provided on an iPad using the Qualtrics offline survey app. The survey included other topics and one other experiment about health messages (that appeared after the résumé experiment).
Perceived Gender Identity
To assess the relationship between transgender-related work experience and perceived gender identity, we asked participants to report the gender identity (i.e., "cisgender," "transgender," or "don't know/don't remember") of the job applicant they reviewed at the end of the survey. The terms cisgender and transgender were defined for participants.
Assessment of Informal Employment Discrimination
To assess informal employment discrimination, we modified an approach used by Pedulla (2014) to measure the perceived likelihood that the job applicant would make co-workers feel uncomfortable by asking: "Please rate how much you are worried the applicant would make coworkers feel uncomfortable." Response options ranged from "not at all" (1) to "very much" (4).
Assessment of Formal Employment Discrimination
In Study 1, we assessed formal employment discrimination by measuring differences in salary recommendations based on the presence or absence of transgender-related work experience included on the résumés. After participants were provided with the survey instructions and reviewed the job applicant's résumé, following Pedulla (2014) they were asked to recommend an annual salary for the applicant: "What annual salary would you recommend for this
Study 2
Study Population and Recruitment
In Study 2, the experiment was conducted online January 27 to February 3, 2017. Participants were recruited by Qualtrics Panels. English-speaking adults in the United States who were employed, between the ages of 35 and 60 years, and who reported a straight or heterosexual sexual orientation and a cisgender gender identity were eligible to participate. Qualtrics provided participant incentives in the form of points. Measures of perceived gender identity, informal discrimination, and formal discrimination were identical to Study 1. Of note, Study 2 was shorter than Study 1 as it did not contain other experiments or topics.
Analysis
Following Pedulla (2014), we limited salary recommendations to those of $10,000 to $80,000.
We assessed randomization in both studies using Pearson Chi-Square and Fisher exact tests.
Due to an imbalance of LGB-identified individuals in Study 1, we adjusted for sexual orientation and sex assigned at birth as covariates in Study 1. Results were not sensitive to the inclusion of these covariates. We used multinomial regression with a cisgender reference category for perceived gender identity. We utilized generalized linear regression for the ranked perceived coworker discomfort dependent variable. We assessed the appropriateness of ordinal regression using a test of parallel lines. We used ordinary least squares linear regression for the salary recommendations. We coded the experimental transgender-related work experience to make the control résumé the reference category. We tested for interactions between study and (a) perceived gender identity and (b) salary recommendation. All analyses were conducted in SPSS 24. There were few missing data points; we used pairwise deletion. We set alpha at 0.05 and used two-tailed tests.
Results
Study 1
Participant Sociodemographic Characteristics
In Study 1, 274 participants completed the survey and provided valid salary recommendations.
Among the 274 participants in Study 1, participants' mean age was 35.2 years (SD =14.1), over half were employed for wages (58%) and most self-reported their race as White (80%). The majority of participants were cisgender (94.6%), while 0.7% and 4.4% identified as transgender or other gender, respectively. Over half of participants reported their sexual orientation as gay or lesbian (54%), 16% reported being bisexual and 29% reported their sexual orientation as heterosexual (Table 1) . 
Perceived Gender Identity
Although most participants reported they "did not know/did not remember" the gender identity of the résumé they reviewed (74.7%), seeing the résumé with transgender work experience was statistically significantly associated with thinking the applicant was transgender, aOR = 3.76 (95% CI [1.32, 10.72], p = .01) compared to thinking they were cisgender. Of participants who saw the résumé with transgender work experience, 20% reported the applicant was transgender compared to 6% of participants viewing the control résumé.
Informal Employment Discrimination: Co-Worker Discomfort
Perceived co-worker discomfort ranged from 1 (not at all) to 4 (very much) (M = 1.47, SD = 0.79) in Study 1. Participants assigned the résumé that indicated transgender-related employment history a higher but not statistically significant level of co-worker discomfort (aOR = 1.39, 95% CI [0.83, 2.32], p = .22) than for the résumé without transgender-related employment history. The same pattern of results was found when restricting to only respondents who reported an applicant had a gender identity that matched the work experience of the résumé they viewed (aOR = 1.65, 95% CI [0.44, 6.26], p = .46).
Formal Employment Discrimination: Salary Recommendation
The average salary recommendation was $41,686 (SD = $13,281). Participants at the LGBT festival assigned the résumé with transgender-related work experience an average salary $2,605 higher than the average salary assigned to the résumé without transgender-related experience (95% CI [-$604, $5,814], p = .11), which did not reach the threshold of statistical significance. The same pattern of results was present when restricting to only those respondents (n = 44) who reported an applicant had a gender identity that matched the work experience of the résumé they viewed: A $1,373 higher salary (95% CI [-$5,841, $8,588] , p = .70), which also did not reach the threshold of statistical significance.
Study 2
Participant Sociodemographic Characteristics
Of the 296 participants in Study 2, respondents' mean age was 45.5 (SD = 7.4) years. Most self-reported their race as White (87.2%), and all were employed for wages, cisgender and reported their sexual orientation as straight or heterosexual (Table 1) .
Perceived Gender Identity
Again although many participants reported they "did not know/did not remember" the gender identity of the résumé they reviewed (44%), seeing the résumé with transgender work experience was statistically significantly associated with thinking the applicant was transgender (OR = 2.56, 95% CI [1.36, 4.82], p < .01), compared to thinking they were cisgender. Of participants who saw the résumé with transgender work experience, 41% reported the applicant was transgender compared to 22% of participants viewing the control résumé. A test for moderation by study did not show a statistically significant interaction, p = .67.
Informal Employment Discrimination: Co-Worker Discomfort
The résumé including transgender-related work history resulted in statistically significantly higher odds of higher reported co-worker discomfort (OR = 3.57, 95% CI [2.15, 5.92], p < .01). This pattern was similar when restricting to only the respondents (n = 102) who reported an applicant had a gender identity that matched the work experience of the résumé they viewed (OR = 6.51, 95% CI [2.41, 17.59], p < .01).
Formal Employment Discrimination: Salary Recommendation
In Study 2, 296 participants completed the survey and provided valid salary recommendations.
The average salary recommendation was $41,795 (SD = $14,436). Participants in the online panel of employed heterosexual, cisgender adults assigned the résumé listing transgenderrelated work experience a $1,374 higher salary (95% CI [-$1,931, $4,679] , p = .41), which did not reach the threshold of statistical significance. The pattern for those participants who reported an applicant had a gender identity that matched the work experience of the résumé they viewed was similar ($2,543, 95% CI [-$3,194, $8,279] , p = .38), which did not reach the threshold of statistical significance. A test for moderation by study did not show a statistically significant interaction, p = .85.
Discussion
Principal Findings
Regarding our three hypotheses, both of our studies supported our hypothesis that listing transgender-related work experience increases the likelihood that the person reviewing the résumé will consider the applicant transgender. Both studies showed higher perceived coworker discomfort, although only the study conducted among employed, straight adults reached the traditional threshold of statistical significance. Finally, neither study's results supported our hypothesis about salary discrimination. Instead, effects for salary did not meet thresholds for statistical significance and were in the opposite direction of those hypothesized. These findings suggest that a substantial proportion of reviewers link identity with work experience and that workplace discrimination may operate through more informal/interpersonal pathways than salary recommendations. Additionally, our salary recommendations, while not reaching traditional statistical significance, may suggest a positive effect on salary that deserves further exploration. One possible reason may be that work with SM populations indicates more specialized work experience and experience with diverse populations that could be valued by employers.
To our knowledge, our résumé experiment is one of the first studies to measure employment discrimination in the form of coworker discomfort and salary recommendations among job applicants with transgender-related work experience. Our results may also provide insight into how stigma and discrimination may operate in the workplace among individuals with transgender-related work experience. Our findings suggest a meaningful proportion of employers may perceive job applicants with transgender-related work experience listed on their résumé as transgender, regardless of their actual gender identity, and that individuals who work in gender-minority serving organizations are at risk of experiencing stigma or stigma-byassociation. It is possible that these individuals may encounter subtle forms of discrimination.
This discrimination may put both individuals who work in transgender-related organizations and gender-minority individuals at risk for health-related consequences of any resulting workplace discrimination (Dhanani, Beus, & Joseph, 2018) .
Minority and psychological stress are also mechanisms linking employment discrimination to health inequities (Meyer, 2003; Pitoňák, 2017) . Such discrimination can have profound effects as GM people are more than twice as likely to live in poverty compared to cisgender individuals (James et al., 2016) , which may contribute to limited insurance coverage and access to healthcare (James et al., 2016) . Studies have shown LGBT individuals who experience discrimination are at an increased risk of disease including substance abuse, cardiovascular disease and HIV infection and progression (Denton, Rostosky, & Danner, 2014; Frost, Lehavot, & Meyer, 2015) . Despite efforts to eliminate these inequities through health interventions, these inequities are often sustained through social factors such as socioeconomic status and stigma (Meyer, 2003; Pitoňák, 2017) .
Results in Context
Recent greater emphasis on diversity and inclusion in professional settings and increasing social acceptance of SGM individuals may help to suppress overt forms of discrimination in the workplace, proliferating more subtle, but still detrimental, mechanisms of employment discrimination among SGM people (Cortina, 2008; Cortina, Kabat-Farr, Leskinen, Huerta, & Magley, 2013; Jones, Peddie, Gilrane, King, & Gray, 2016) . Our findings are consistent with other studies investigating employment discrimination, in that while no evidence of formal discrimination was found, evidence of informal discrimination was uncovered. In an experimental study of formal and informal labor market discrimination among gay job applicants (Hebl, Foster, Mannix, & Dovidio, 2002) , no evidence of formal discrimination (being denied permission to complete a job application, being denied access to restrooms, and not receiving a callback) was found. However, when the job applicant was portrayed as gay, interactions between the employer and the applicant were significantly shorter, had significantly lower word counts and were significantly more likely to be perceived as a negative experience by the job applicant, indicating informal discrimination. Also, our results support findings from previous studies that voluntary associates of stigmatized individuals are often perceived as being members of the stigmatized group themselves (Sigelman et al., 1991) . Our results suggest that stigma operating through informal workplace discrimination (i.e., operating as coworker discomfort) can impact job applicants regardless of their actual gender identity. That is, our results support past research on stigma by association and extend them to GM individuals and allied health and human service professionals.
Strengths and Limitations
The strengths of this study include its experimental design and the use of a résumé format validated in prior research (Pedulla, 2014) . This study also has limitations. While Study 1 was conducted in Durham, North Carolina, which is in the progressive Research Triangle region of the state, Study 2 did not assess region of the country or location of the participant. The incentives, sampling, and mode of both studies were different: Both studies may not generalize broadly; however, online panels have promise for providing generalizable results of experiments (Jeong et al., 2018) . We did not recruit camp employers or indicate a camp or human services job in the experiment; this could have altered our findings. Future studies should assess moderation by gender of the employer, differences in results by race and regional differences.
While our experimental design has good internal validity, rating résumés at a pride festival or online may not be the same as doing so as a hiring manager.
Practice Implications and Conclusion
There are also important practical implications for hiring managers at youth camps. First, managers should be aware of the potential role of bias in hiring decisions and maximize diversity in the hiring or interview team. Second, personnel involved in the interview and hiring process should consider the use of standardized or structured interview processes to rate candidates, as these can help reduce bias by collecting the same information from all candidates and focusing personnel on relevant experiences (Bragger, Kutcher, Morgan, & Firth, 2002; de Kock & Hauptfleisch, 2018; Derous, Buijsrogge, Roulin, & Duyck, 2016) . Third, the overall organizational culture's inclusiveness towards differences can spill over into hiring (Boehm, Kunze, & Bruch, 2014) .
Our research does not directly assess how individuals can mitigate forms of bias in the job application process. Existing literature suggests some success may come from highlighting attributes that contrast with the negative stereotype (Bendick, Jackson, & Romero, 1996) ; however, future research is warranted. Future research should consider other forms of employment discrimination against GM people as well as personal and organizational strategies for mitigating such discrimination.
In conclusion, in our experimental résumé study, transgender-related work experience predicted perceptions of job applicants' gender identity, and applicants with transgender-related work history were rated by participants in Study 2 to be statistically significantly more likely to make their coworkers feel uncomfortable than applicants without transgender-related work experience. Discrimination by association and informal discrimination is of concern both for GM individuals and allied professionals and coworkers. Camp personnel involved in hiring should be aware of potential discrimination in the hiring process.
